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A telephone sntyey b sen and 232' nonen who held 

liddle-level aanagesent position £f at 3^ in the 

Onited States was conducted to ccapare their job lesponsibllitiesi 
qcipensation patterns, and personal characteristics and -to exaaine 
th€tir attitudes concerning job aspirations, ■cbiiity, and relations 
^ i?^^ their superiors. The results revealed that although men and 
jvoaen alike h€ld jobs in,^d-Banageaeht that Were demaDtdlng in terms 
/Of ti Be and responslblity^ men '^still made more money than Von en for 
' compara1:le effort. This dlfference^^ nhen controlling ^^or a 

respondenip^s experience; ^age,' educational level, number of employees 
vsuperirised/ and degree of budget control, and for the circulation of 

n^vspaper. In addition, /it was shofin that women nere 
as milling as m^n t6 accept job transfeitii and, mere- egually as 
-ambitious. FinalXyt moments lack of ••teaa-t^l experience seemed not 
to affect tbeir attitudes abcrut their 'jobs^^^ 
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rajpn are entering the wdrk force in ever Increasing numbers 
un^er th||.protectlon of Affirmative action programs, equal employment 
legislation and robre enlightened employer attitudes/ of Jjily^ 1978 
there we|M^ women In the work force or 56% of all women aged 

16 and .c^r. \Nat^nal Commission on Worklng^fomen, Marck, 1979.) And 

J m ' • ' • ' , ■• • - 

yet the ji||p|ployment distribution of these women Inoicatesr that the large 

■ ) ' ■ : • ' ■ • 

-i' ^ ' ' ■ • ' 

majorltyi|y[jearly 80%, worked In clerical^ sales, service, factory or plant 

■ 4m' - - 

jobs./oiliiaill working women, 16,3% were In professlonal-techhlcal jobs, 

while oh|i|] 6.3% worked In managerial or adminlristratlve positions .T^ ~ 

A^||i^t OAe\:t:hlrd'of all^persons employed by the newspaper Indusjtry 

jli'- ■• ~^ i. ^ \ ' ' ■ • ' ■ - • 

In 1977 wife, wom^ (ANPA, April Jt 1978) , compared to 42% In the labor force 
• tefe •• .,.,-> • • . • • , ■• . 
. ■ ^. .*> ■■ . , ■■■ 

overall. 1 most recent ^atlstlcs Issued by the Equal Emplojmient Oppor- 
tunity C^^jlsslon state that women make up 'about one fourth of the profes*- 
slonal nie^paper staff , one tenth of the managerial positions and almost* 
three foufths^of the clerical and office workers. (See Table 1) 

Aj^mewhat larger percentfi[;ge of women work In professional or tech- 
nical" jo'^| (^^ as reporters and low-level editors)- than In other Indus- 
tries, m have traditional^ worked as g^neraJL assignment reporters 

and have:|;been la charge of .the woman^s section^ of the newspaper. 

■■ ' " ■' ■■ ■ ' , • 

Howeverv the top-level managerial jobs In the U,S» dally press are 
domlilated by males. One survey showed that as few as ^2,4% of all top-level 
positions (editor, put^lsher br^ general^ manager, advertising director, 
/ circulation manager, production manager, peuonnel and promo tlojfi manager) 
j» ' are* held by women (Brown et aJ?, , 1978) The same study also found that 
overall the U.S. dally i)rjBss employs aboiit one woman manager at some level 
per newspaper. , , ^ 
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W SjOind newspaper exACifClves have responded to the flndlogs bf this 



\ 



Jfurvey. James Goodale, exeautfve vice president and legal counsel for 
fthe New ¥01^ Tliaes saldf that women have^n6t yet Qualified themselves for * 
top-^-leVei management ppdl^lonfe As he/ further p|0 In ted out » women hayje 
'only/fecentiy entered the management area *d£ t^e newspaper business^ and ; 
it xtakes a htxmb^ status of; publisher or department ^ 

head^v^i^ that moi^j^jromen wei^e to be fouhd in mld- 

yianagcd^^t today. (Octo^ejr, 197|7) v 

iQ'^arder to discover whether opporl:unltles were gs^ter f or woiQen* 
In mlddle^level management » a telephone surv^^of 449 men and women 
middle-level managers at 400 U.S.V dally newspaperis was j»3nducted./ ' 

■ ^ ■ - ■ • • • " 

' r' The purposes of the survey were: , - 

1. To compare the Job responslbllixles» compensation patterns and 

■ • V • : • ' / ■ ' 

/i jpersonal characteristics of men and wqmen mlddle-l^ve^ dally newspaper ' 
. inanagersi ^ . ^ 

^ * 2. To compare the results of this study with ttiiB earlier survey of 

t6p-level dally newspaper managers and . : 

3* To examine the attitudes of men and women mid-level managers 
concerning their job aspirations » job itfoblllty and relations with their 

' • / . * • . -A ' . 

superiors* ^ ' 

..■*■■*; < f 

Methodology . * , 

A middle- level manager was' defined as an li^ilvldual who ^reports 1 
directly to a newspaper department, or division head and , to whoift other V 

individuals^ In turn » report directly. The definition ^«cbitides reporters, 

«. .. ■ *' ■ • » , . * ' ^ - 

- , ^.advertising sales personp£l» ^bookkeepers and press operators at the lower 

■ " ' ' ' ■ . • . * . ■ 

limit and editors » advert lQlng)d±rectors» busltieas managers and production 

^managers at;^ the upper limit.''" Some managers were Included in the survey 

- ■'. ■ - • ^ , ■ - ' ■ v.v ^ ■ 



«v«n<l;hough th«y MuLd tlvit no on* reported to them,becau8e other /aspects 
of their Jobs ^ire comperable to thbs^ of persons vlth subordinates wha 

Arriving at a definition foir a mlddle-level mikiager for all ^auch 
ptraonis In the newa^flt^er bualnesa la difficult because of the wide range 



of ala^a of organizations. For exa^ a inanaglng edltoi: at a newspaper 

' . ^ ■ ' ■ - '. ••■ ■ . ■ { 

with a circulation- of' 10,000 may be the only editorial manager In the or- ) 

* ■ ■ . ' ■ ' . -' • 

ganlzatlon\and may report only to the publisher directly. Thus the manag- 

. *V . .• ' ,•, ■ \ ■. . ^ . . ^,1 ■ ■ * . ■ ■ _ . 

ing editor at that p^per is classified as^tfic^ dlrector-of • the editorial 

. : •■■ > . . ' ., ^ . ;% 

'4ivision. ^ . \ . . : 

. - ^ . . . :^ ' ^ ■■ ■ — ^ ., ■ • - V • 

However, at a newspaper which has a cli^oulatlbn of 2l90,000, the 
managing editor n^y report to both*- ah editor and an ^executive editor and t 
may well be classified as a middle^ level ^manag/ar. In this study ^ 
managerial positions were el^jnlnated wherever aml>lgulty idlght result 'di^ 
^to the greater or Cesser differentiation^ of responsibility In the organlza- 
* • tion. ' ... • : ■ ■ ' / ■ ' \ ■ . V '-v: - . ' • • ' 

The research-was coq^cerhed with obtaining/ Information about th^ status 
qf i^men relative to men in^ alX departments of the newspaper and at varying 
sizes of newspapers. For this reason the sample wa? drawn from thifr 1978 
Editor & Pul>llsher International YeAr Book by selecting '217 men and \ 



232 women^ across four circulation categories and flve.depattments In 
the tTewspaper.' 



la •■ , 



, . -The responses- were^ distributed relatively ev^enly across circulation 
category both overall and by sex. /(Sfj| Table 2) . ^ ^ ' 

Respotfl^es by Job category were more heavl<ly weighted* in favor of 
editorial, advertising and circulation -departments .| An attempt w^s made to 
draw the saxnple by rotating selection aitiong ^h^ -five departments of the 
pewbpaper^i Fewer positions which could be d^ef Ir^d as ml^dle-lev^l weip 



listtd for the tpmallcnr naWspapeirs (^0,000 and /under jplrcuiatlon) . Most 
• nftwapapers In the saiq>le enJployed a city editor while fewer of them ewplo/ed 

an aaalatant production manager 'or a credit manager. - 
^ : Because voimen ^tended to be underrep:i;e8ented In the jnroduc t Ion area , 
there wa^ a smaller percentage female responses la. this* category. (See 
Table 3f • : - 

* \ ^ ' . • . ' • * 

By design, abojdt half' (45.6%) of the respondent^ to' the survey 

' ■ ■. ■ - 

were women. WltJ^i worten making up 2.4% of /all top-leveL managers and/with 

* •■ ' ' ■'' \ .•• ■■- " ^ *i 

eaeh U.S. dadly newspaper ei^loylng an average of 1.3 women managers,^ It 

^^as felt that drawing a simple random sample of middle-level managers would 

f- -^ .■ ^ ' ' , ^ . . - ^ 

A turn up few women fespondentfi. The purpose of" this survey was not to di^scover 

hdw many women middle- level mapagere^are employed In the U.S. dally press. 

Previous research has already establlsheid that women areVund^epresent|j^l 

Ay newspaf)er management: (Brown et al., 1978; Holly, 1978) By str^j|ying 

the sample by sex^ more accurate comparisons of the relatlye status ^^^^^ 

Characteristics of men and* women managers were made possible. 

• . ^-^ : . . 0 : • ■ ; 

Out of the 4'49 persons selected for 'the telephone survey, 364 Indl- 
VjLduals completed the survey. When the sample was adjusted for thk 25 ' ■ 
perspns not holding managerial positions or erroneously -listed In the 1978 
f Editor & Publisher International Year Book^ a response rate of 86% <7as 
obtained. 

• • . . . • 

* ' • Findings \- - 

■ ■ . -. ■ • ■ ■ : ..■ ■ ' ■ 5: ■ . ■ : ■ ■ 

Education and Backgrounds 

Some persons have claimed that the promotion of women Into m^agi- 
ment-level positions represents a token-ref fort by newspaper executives, that 

it is ^.fairly recent phenomenon which is a response to legal pressure and 

■ -■ ■ • • . ■ . • . ^ ' • 

) urging by newspaperwomen and that of ten women staffers are promoted regard- 

' •• ••. '■■ ■ . • - 

less of their quallf cations in order to satisfy afflrmaltlve action requirements 



^ - A >aok *t tha •dueatlonal^ and tha prof ewlonal •xparlanea — 

of~tKa vonan In thla ilrvay» which rapraaanta 11.5% of all woman in n^wapftpar 
management,^ shows that women nUm'agers are slightly better educ^t^ and have 
^ had almost as much 'experience as the men at thls^level. 

• Of the women who reaponded tp ^qtiHations about their educatloiial level^ 

• ..; : <■ . ■ ■ : / ' ; ^ ... .. --^ - % ^ v. . .. ■■ ' ; ■ V j • 

68.7% reported having studied beyond tbe^^high school" level and 42 . 2%[ of all _ 
' *wotna|i reapondenta completed at least a tjachelor's digree/ while 7. 8t held an 

k • •• • ■ ' , ■ :■' , * 

. advanced degree. . ; ' 

Sixty-eight percent (68.;?%) of the men teported pos^^hlgh si:hQol 
education while 1.5% never received a high school diploma. Of the Imen res-' 
:i;pondents» 42.9% held a bachelor^s «legree and 3% reported completio^i of an 

'jdidvanced degree. : [ 

Evidence of comparable educational achievements of men and women mld^ 
■ - ". . • ^ . ■ 

•/^ level managers should refute the claim that women are promoted out^ of a need ^ 

tb fill management positions based on sex rather than qualifications. 

The job experience of women also holds up well compared to that of men. 

^ -R^^^ experience of men was 20 years compared^ with U years ' 

* for vonien. When controlling for 'the age of the respondent (pien were three 

years- older than women on the average-^43.5 vs., 40.5 years old), ithe. differ-*^ - 

: -enc^ In experience only becomes slgnlflcant -fot persons' who af e ovet 40 years ' 

old.' Those men and women under the age. of 40' are likely to have a comparable 

" * » ■ 

.iiumber of years of media experience. A V v 

Further, when examining the* number of years in the present 



position, the difference is minimal, inen having worked an average of 

eight yeaifi^ in their present mid-management position while women have 

» ■•. ■ , • » 

worked seven years at their current Job. ^ 
6n-the-jd> training which is usually paid for by the- employer (88% 
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of t^' rMpondei)ts. rf po^^ paymnt of the total training poat) 

takaa tha form of aamlnara«^.both In-houae and at other locations, and • 
eouraaa taken at local unlyeraltlea« More men than women (67.2% compared 
\ to 52 .^Z) reported that they had participated In so&e f orm t>f management 

trali;tlng; An addltloMtl 10. 8% of the womed and 27.8% of the men aald they* 

^. ' ' . * . ■ 

bad;\een Involved In a aepond type of training. 

Frequently mdnajgemeht training seminars require that the participant 
nomlnajted by his/her employer. Of the persons who reported nori- ^ 

partlclpatlod> 42t of the women and. 32J( of the men said that the reason 

* . , • ' •■ * 

they had n^yer attended was that no one had aaked them. A variety of other 
reas^imi wer9 cited for ifot taking part In managemeint training; ' (See table 4) 
Some executives have sial4^ that selection of Individuals to attend seminars 
such as those conducted by the American" Press Institute Is bafs^d on the 
IbdlvldUal's promotablllty. Perhaps women are more frequently passed over 
for training, much ^ they are passed over for top-^leVel management positions, 
because executives don't view women as having potential for top-level 
management. .Research by Rosen and Jerdee (1974) s^ipports this view. 

■ . .... ; . ' .. . . „... , . ^ ^ ■ .r ,[ '. .... 

On-the-job Responsibilities. < 

- • • • • .(.'.■■.■ 

isJ Managers are generally expected to sp^ad a percentage of their time 

^iB-what are defined as managerial activities or functions (planning. Invest-' 
Ig^lng, coordinating, evaluating, supervising, staff Ing, negotiating and 
i?epresentlng) . (Mahoney et al. , 1963) When asked what percent of working 
■time was spent in such managerial tasks*, the report ranged from 0% ,to 100%. 

Al^^iough the reported degree of managerial responsibility varied widely for 

•. ■ ■ ■ ' . 7' 

bjSth ffexes, more^of the women reported having no managerial responsibilities 
(none of the men compared with 5.1% of the women!) . 



. What do toanageri.do when thay ara not' managing? Moat of tha raa-' 
pondanti (65. 6X of tha man. and 69i79i^ of the women) slild they were working 
at their Job apaclaltlaa. The advertlalng managers reported handling some 
of t|ha larger accounta, edltora edited copy, and In the composing toom. 
managara did page layout and dealgn. Other peraons reported speeding time 
in public relations, reviewing rep<A:ts, accounting and bookkeeping duties 
and clerical activities. ^ * 

The manager Is ui^ually responsible for a number of persona who re- 
port to him/her. One study of. managers, however, described a type of 
, manager called the solo-speclallst who may have few or- no subordinates 
(Stewart, 1976). More yomen (18.1%) than. men (3.5%) responded thab no 
employees reported to them directly. ^ * - 

Women repor/ed' an average of 10 subordinates while men had an 
average of |8. Fi^r whatever reaspn, middle-level men managers are In charge 
of a larger group of employees, perhaps again because they are more fre- 
quently perceived as being capable of holding positions of high respdd- 
slblllty, . ^ > ^1 

Since a manager's job' is 6o time consuming, secretarial assistance 
Is an important aid to efficient job perft)rmance. More of the men (55.1%) 
than the women (39.8%) managers reported "that they had the ^assistance of 
a secretary In their organizations. Both men and women said they shared 
their secretary with between two to three othersy on the average. 

Budget control was another area of difference between the men and ' 
women In the survey. The question whether the respondent was In control 
or partial control of a budget was asked.^ More men (63.2%) tl\an women 
C50..6%) reported some degree of budgetary control. 

Women mld-leVel newspaper, managers spend less time managing 
than men with a smaller number of persons reportjuig to them,^ less ^ 
control over budgets and less secr.etarlal assistance overall. Several o^ , 



th« wom«n survaycd r«port«d having no managerial reaponslbility whatsoever, 
naklng thflr poslelona onea of title only. Overall Job conditiona, then, 
are not aa good for women mid-level managere as they are for men. 



Job Cbmoaneatlon. 

Managers are compensated for their work in a number of way?. Examina- 
tion of .the yearly aflary is one way to compare the status of men and women 
managers. Respondents were asked to give their, yearly salary in categories 
which spanned a. $5000. range. The reporting of salaries in categories makes 
it impossible to determine the precise differences between the average 
salaries of men and w^men. A pretest of this question Indicated that res- . 
pendents veie more willing to give out salary-related information In cate- 
. .gories. than as an exact figure. Therefore, the category method was used to * 
lelicit a higher response rate to the question. (See Table 6) 

The mean category for men's salaries was between $20,000 and $24,999 
'\ while the mean- category for women's salaries wa& between $15,000 and $19,000. 
Earlier it was noted that women Jtiive fewer managerial responsibilities*. How- 
ever, wh|en the salary comparisbn was .made controlling for number of years' 
^^^r^orice, age of the respondent, respondent's educational level, nomber of 
; employees reporting the respondent, the degree of budget control by res- 
pondent, and the circulation of the respondent's newspaper, the difference " 
remained significant. (See Table 7) 

The most ireasonable conclusion that can be reached on the basis of 
I this evidence Is that aex discrimination Is practiced where salaries are 
• concerned for midjB|||^6l dally newspaper managers. 

Beyond the^nnual salary, some newspapers offer bonuses to 
their employee's based, oh year-end profits and/or merit of , the employee. / 
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A Urg« tiumb«r» 48»8X of th« woMti and f^QAX of the man, racalvad no bonua 

« * 

vhataoavar. Of tha paraona who did racaiva bonuaaa* tha avaraga amount for 

* • • 

man and woman allka^aa bilitwaan $2^000 and $3,000 par yaar. 

Othar companaatlon takaa tha form of a tpck options, ptof lt«aharl(ig 
plana, country club mambarshlps» a variety of typaa oi Insurance coverage 
and panalon plans. Women api^aarad to have an equal footing with' men on ' 
fringe benefits and perquisites. (See Table 8) ^ ^ ^ 

^ When asked how the pay for their job compares with pay for similar 
work at other newspapers, 24. 7Z of the women and 21^2%, cff tl>e pien said that ' ' 
the pay at their newspapers was lower than that paid at most other papers, 
while 50% of the women and 68.7Z of the men thought the pay^was as good pr* 
better. Wdmen were also asked how their salaries compar^id with those of the 
men In their own organizations doing similar work. Only 35. 2X of the 142 women 
responding to this question state that they were paid less than the men 
doing comparable work. Over three fourths of both men and women said that 
, the salaries they received were fair compensation for tlielr work*, 

The salary discrepancy between m€^n and women managers, the general 
satisfaction expressed with the salaries received, and the general feeling 
on the part of women that their salaries are as good as those of men manar 
gers bears out the findings of the survey of top-level dally newspaper managers. 
In that survey there was an annual salary difference of $14,469 between men and 
women top-level newspaper managers. This study reveals a potential difference 
as fgreat as $X0>000. Considering the position level of the respondents a nar- 
rpwer margin of difference could be expected. The statement made In 'the 
top-level managers study, that women manageBs may not know Vhat their male 
colleagues arc^belng j>/ld (Brown et al., pg\ 12) Is worth repeating as a 
conclusion to the analysis of job co^ensatlon for middle-level dally 
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' * ' ^ ' ' . 

VtaonMl ehari^ef rlatlci and Attltudaa. 

' Wh«n th« paraonal charactarlstlca of man and woman mld-lavel , > 

■ ( • • * ■ 

y iMiuigsri «r« compands ths dlffarencM present f«v iurprlses*. If there 

la a small parcaptaga of woman 4.n management. It m^^^ba due to the peraonal " 
• cOata ofji'becomlng a manager. ^Resulta of thJLa aurvey iBupport the findings 
of the/1977 study of top->level nAhagers^ which found marriage and talslng 
a family somewhat Inconsistent with holdlhg^d hlKh-leyel managerial poal- 

fbr woman. Only, about half the women respondents w«ix^a currently 

• ' ■ ' ' ' ] 

Inarrlfd, compared irlth 87X of the men. Similarly, half the women* reported 

tiavlng no children, and only 7. 2Z, had pre-school aged children. Of the ^ 

men, on the other hand, 83a8Z had children, with 19.8Z having at least one 

pre-school aged* child. / • 

Only half the men In the survey who were matrlecf had wives employed 

outside the home. Since a manager's Job Involves long working hours (See 

- ^ ■ " ' \. • ' •- • " 

Table 9) and probably sone afcer-hours responsibility, the task Is mAde 
eaalar, when there Is someone at home- to Ijelp with raiaing ^he family and * ^ 

entertaining business associates. . -Y 

• • .■ ■ • . ^ \ 

tl ned the problem of^jrfbblllty for married , 

wpmen In the work force. When a person w^Lth managerial aspiration? Is 
ployed by a group-owned newspaper, promotlohs within the organization' will 
.ll>WJly. lhvolve a move-i:o a different 'geographic location. Married w,m6n. 
It l8 said/ putting their families and husbands' careers first, turn dow?i 
off era which Involve relocation.' A Wall Street Journal article stated 
that, m 197^ only S-lOX of the employees transferred by the. 600 la'rgest U..S. 
companies were women. (Mqy 4, 1978) Tlje article did not give Information 
about the nuiSber of men and women off^i'red the opportunity to take transfers • 

12 ' 
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arid ^ th0|NliS: pei^ons/ subseqiiett declining vthe offers . 

' thejquestioii was -ask^di^ ?If you Vete offered a position^ 



y -?]^^*^^^ a promotlfaa, would 3K)u take 




ineaht a move to The surprising . response to thi^ 

f*;>f:T<lM§SlJ^ not how inaiy^^^^ would, tjim down such an offer, but that ah 

\ ;;v^lii»l3t also refuse. About half of both grbups 

, said they would definitely qiTtikely decline a job whl^ch required relocation 
. (43,5% of the men and 46.8% of the women) • , Iteason cited for not accepting 
a job in another location included family, satisfaction with present geo- 
graphic location, mid'satisfaction with presents job* Table 10) Although 
more of^^e wom^n cllHd family as the reason for rejecting an offer (42.3% 
of the women vs. 19.i% of the inen) it is possible that a stated preference 
• for geographic location given by more of the men (33.0% vs. 19.2% of the 

women) might mean that family ties in that particular location were mdrie 

■ . - ■ • . • . ■ ■ ,^ -. 

Important than the offer of a better job. What an individual considers 
attractive about a geographic location might iSkve. more to 3o with family 
and friends than with the cllmatd or scenic countryside in an area. 

Over hall^he men (67^5%) and' almost half the women (45.7%) had ' 
been m^de an offer In the past, and less than 10% of both men and women 
who had been offered a job which included a transfer had accepted the offer. 

t ■ . . • , ■ • . ■ . . ■ ' 

' '/^A^f^..^^^:^^^^^^^^^^^. about transfers as a route to corporate advancement are 
c%nfelpg (^ Street Journal . May 4, 1978). More persons are' placing 
priority on family ''and friends and turning down opportunities for advance- 
ment which 'will uproot them from, their homes and communities. Women, there- " 



fore, do not stand out' in their unwillingness to move — ^it is a pec^ple 

problem, tiot a female problem. 

-^^ ■ . ■-. , \ - ■ , ■ ■ ■ - ■ ■ 

Another claim maae by executives is that ^ecause women are not 

"teaitt***playe1rs as childrenV-not having the opportunity to' play ii1t^,e<League 



ball :;aiid^ thW lil^e^^^^^^ filling managerial jobs 

duXts^;:^^ U taking risks 

vneceasafx 

r* , ^""^^ ^ ' ' ' * . 

lonal ,^'alial, are ditffic%Lt for.wmen who lack this r team experience* . 
f V about the relative Importance of certain 

ors tO:>thelr Job jadvancement, men a^ no significant * 

erence in their attitudes. Items which mig^^^tiyce into accoimt the ideas 
skills obtained from playing competitive sports such as building a 
r base vlthin the organization^ survival sl^^ to ^ell 

9 to the organization^ and establishing friendships and .connections wltbV 
tiors» were not rated significantly dlfsferently by men and women. ■ 



3ndients (See T^ible 11) 



Ambition is another area where newspaper executlyesdlfferentlat 
sen men and women. Eugene Patterson , editor and preslderrt of Xfie St. 
rgburg Times and Evening Independent , said th^t ^^rhen he had offered 
1 opportunities to advance to managerial Jobs ^ -they couldn^t see them- 

as functioning In that role. (December, 1977) , * 

■ ■ ■ ^ , ■ • ■ ' ■ . _ .■ ■ ■ ■ , fi ' ■' ■ - , 

When respondents were asked what they see themselves doing In several 
3, most persons envisioned themselves In positions of greater resjpon*- 
tity^^as department heads or above. (See Tabl^e 12) Although more of 
[ten expressed a desire to hold higher level posltlKHs (64.8% of the 
rs. 50.1% of the women), the seeming lack oiE^ambltlon on the part of the 
1 may be partially the result of a .realistic appraisal of the/^sltuatlon. - 
le women responding, 8.5% said a promotion was Impossible or' there was 

»b to be promoted to. However, 12% more of the women did Indicate \^ 

■ , ' ■ / '■ ' . '* * ^ ■ , ■ ' 
if action with their current position. 



Y -c^ their job future is borpie out 

their answers -to q^est^^ th^lr chances for getting ahead 

thfe-^jaewspap,er business generally and their confidence th^t: pei^^^ 
raspfitiaitions couitf be sa^tisfied^^b current employer ^ Allblioug/ the 

majority of both men anc^^irpmen we^^ optimistic about the future ±n their 

■■• • ■• '■'>■ ■''''^■k!/ ' ' /* * '■ . ■ 

present work, »more women stated .^t^^^ amotions could 

not be ' ^tisf ied with their ^present' employer (24. 2% of the^omen compared 
to 13^4% ofj>^t^e men); . ' 

One of the ways an employee learns about opporjjfiinities for advance- 
ment in his/her company is through the relationship ^/th the immediate 
supeirlor—through periodic job appraisals, career cdunseling and the, 
like., 1)1 the pa)^t women. have claimed that they lacked role models— since , 
few women held managerial positions. The so-c^led "meator" position taken 
r by the senior manager was established througli contacts with the younger men 
dn the organizatfion. Women have said they^'have not benefited from that kind 

of relationship with their managers. / - 

/ ' . " 

.Questions concerning the val^e of the mid-level manager's job ap- 

prklsals and help given in planning/f uturfe job devielopment were asked. Men 
and women respondents did not differ significantly in their attitudes about 
assistarifee given* them by their /superiors. ^However, a somewhat greater 
nuniber of women (42.3%) than/then (35.5%) said that their managers were of 
little or no help in plannlhgc for future job development. 

In the area of job appraisals some change seems to be taking place. 
Women are receiving the /benefits of appraisals almost as frequently as men. 
Perhaps this is a result of better business practice, specifically of more 
efficient Utilization of human resources, regardless of the sex of the 
emplpyee. . , ^ . 



^ }^ wonsten more frequently than by 

rconcen^^^^:^^ perception of job progress; to date* Women wi re i 

;^%or6 U to have apaXyzeS their progress as better or much better tl an; 
t^^ tfiie men respondentJt CA2.6%) . It may 

' be tliat woitf^ consider career success measured by job-level arid 

X ;* ' / ^ . ' : ^ • ' ^1 

\ iSsTalary a inatter of luck or chance rather than something which they liavej 
earned through ability and l^rd vorkl The I've-djone-well-for-a-woman 
ttlLtude per^sts In 1979, * 'Woman managers, may only achieve comparable 
opportunities managerial positions and be compensated equally with 
men\for wprk Ip those positions when they begin to believe^ In their own 
worthy . 

* V • Conclusions 





The results of this survey of middle-level men and^women dally n€ws- 
paper managers offer both hope' for the future for aspiring female managers! 
and proylde some signs that progress toward equality in this area of em- 
ployment will be slower than many would like^ 
, ^ Although men and women alike hold jobs in mid-management which are\ 

demanding in terms of time and responsibility, men are still making more 

• ■ " ■ • • ' . . . * 

money than women for comparable effort. 

. • ■ ' . ■ - ' ' .' * 

: T^ to fill jobs in management may be too much for 

those women who also choose marriage and a family for themselves. Men seem 

to be able to handle Tnarr lege, f amily and Career — especially when their wives 

are not working outside the 6ome. 

Some modem myths about women workers have been dispelled by thiis 



;survey. Those who have said^that women won't accept job traftisfers can look 
at the evidence which shows that men are no different from women in this 
respect. Others who have claimed that women do the best job wherfe they are 



but have no eye tiD' the neixt pos^ltlon up the ladder; can see that women 
naxiagers do have Women *8 lack of "team-play" experience seeps 

not to^^af feet their attitud^, ab job In those aspects^which are ''simiia^ 

to bne|||of competitive spoits • Executives charging^ that women ' s qualifications 
for|iD[ian^gement werie lacking , have been shown that women have better educational 
preparation and nearly, equal job experience/ ^ * 

In short, in mo^t dimensions of their job performance and attrtuded, 
the women managers^ in this survey look surprisingly like the mei\. Maybe we 
are finally apt>roaching, the day when we can stpop discussing the subject of , 
"women in management" as if it were an oddity. Ah yes, if only the 
percentage of women in those positions and the corresponding salaries ^ . 

would increase. 



\ 
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v^: 7^ survey appear as fpXlowa. 

^EdltortLai : city ei^tor^ editoi^i' -metro \eclitf|jp,v tiight 

iedit adyelrtising manager , 

/^i&tfied:a^ display 

; advert iaanager^: clrciaat to (whea a director df. 



cisSi^^S^^ educa;tional gei^vice? 

I Jpad asslst^t- clrcxilatlon\anager; production ; Mslsfcant p^ 
tld^tSSli^eTf composing: room manage^^ btislnesB , 
of flee t credit manager i conq)trQlier, ^twU-purchaslng agent , 

TB^ sample werei drawn by first randomly selecting news- 

^^papets In four circulation c^tegorleff selecting Individuals from 

the various^ departments of ^ ;t^ pap^ oa ajiota ting basis. The women In 
the sample were selected differently due to the relatively small number 
of women newspaper managers* A' list of all women mlddle^level mana^ge 
was generated from the jiames listed In the 1978 Editor & Pxibllsher Inter- 
na t lonal. Year Book ; Then the papers at ^hlch the women; were employ^^ were 
dlvlded-b^vPlrculation size, /finally "the women were selected by rotating 
afliohg the departments of the newspaper within each clrculatlbii 
...category. '■■ . ;• ■/ 

The average jiumber of womeiji dally ivewspaper managers w^s determined 
by counting ail women mldg-leve^ and" top-level managers listed in the 1978 • 
Editor & Publisher InteiS^lonal. Year Bdok and dividing by the number of 
U^S. dally newspapers listed for 1977 (the yjsar of data collection for the 
. Year Book). ^ ^ " \ 

' - ■• ' '. ■ ' * ■ . ■ ' ■ ■ ' . . ■ 

/This ^ercejtitage was obtained by counting the' top-level and middle- 
level womeiT^tianagers as. Above and dividing the number of women respondents 
to this survey by the. total number*^ of women managers listed. 

*fhe' reported salaries appear to be fairly accurate when compared to 
>rKecords of actual newspaper manager's', salaries obtained from Independent 
Sources. • 

^For a dlsciisslii^^^af thia^sue. seee Margaret .Hennig and Arine J^^^^^ 
The Managerial If^j^ j ^ ^gaarden ^ty. New Xorki Anchor Press/Doubled^y^^i^^ 
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\ 
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.1 



: Comartson of the ClrculatlciS of 
thie NevapaperB f or Men and 



Women Respondents 



l^tlre ; 
Sample % 



25^oibjoor|^ 92*. 25.5 

25, Obk - 50; OOQ., 72 .19 . 9 ' 

50,001 - 100,000 98 27.5 

10O,.OO1 and over 101 27 .1 



.Total 363* JpOiOS A 



\ THeii % 



41 » 20.9 

34 17.4 

,^66 33.6 

57 28.1 



198 100.0% 





•>■- 






Women 




J* 51 


30.9 


38 


23.0 


• ^2 


20.0 


44 


26.1 



165 



100.0% 



* The djlrculatloh for one woman's newspaper was not 
'identified. " ■ *' 
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■sX. ■•>•• 



"job 



tkble 3 



of Respondents 



•1'.'". 





•* Entire. Sample • 


, Men 


Only 


J Women Only 








■■■■ '. 






% 


Edltpilar / 


108 


* 29.7 


60 


30.3 


48 


28.9 


i Advertising 


108 


29.7 


50 


■ ■.25..3:::-V, 


. 58 


34.9 


tii;ciilat±on 


! 77": ■ 


21.2 


38 


■ .19.2 


39 


23.5 


Production 




12.1 


39 


19.7 


5 • 


3.0 


Business 


27 


' - 7*4 


., 11^1-^ 


• 5.6 


16 


9.6 


, Totals 


"364 


100.1% 


198 ' 


100.1% 


166 


99.9% 



* Totals do not sum to 100% due to rounding. 



« 




Table 4 



- ■>■..•■ 



.•«^".--r-.:.v 



RQt< asked to attei^ 



Never thought 
^ about It 

TCMp> Busy 

No time off 

Other 



' Reasons 
f or 1^ of Management 

- '"'Training ■ . ^ ■ ' 



Men 



Total* 



(n - 54) 
31.5Z 

14.8 ' 
1.9 

5.6 - 
-16,7 ' 

29.6 
100.1% 



/ 



a Womi& 



(n - 66) 

42.4% 



3.0 



13.6 
18.2 
1.5" 
21.2 



99.9% 



* Totals do not sum to 100% due to rounding * 
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''*r • ■ , 

. Totals do not sum to 100% due to rounding. ' 



.1 




CooQwrLsoQ of Annual Salaries 



-(N », 342) 



;8alary . . 

IS than $i6!»000 
$lp,obfiii^$14,999 

$20,000 -$24,999^^ 
$25,000 -$29,999 
$30,000 -$34,999 
$35,000 and over 

Totals 



^ It,: 



Men 

3 

42" 
55 

V,. 32 

13 
"184 



1.6X 
11. 4X 
22.8% 
29^ 9Z 
17i4r 
9.8ZT 
7.1% 

100. est 



Women 

.26 
51 
34 
26 
15 

4 

2 

158 



16 .5% • r 
32.3% , 
21.5% , 
16.5% 

9.5% 

2.5% 

1.3% 
100.1%* 



*Total does not sum to 100% due to rounding. 
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■ . *■ : 

Table 7 ' 

Conparlson of AnnOSal Salaries 
of Men and Women Mlddl^Level Managers 
, Controlling. for Other Factors 



Averages 



Factor Controlled for 

Tears Cxp^erlence 
1-5 years 
6--10 yeare^ 
U-20jrcar8 
21 and over years 



Age ' 

29 or under 

30 ^ 39 
40 ^ 49 
50 - 59 

•^.60 and over 



Education 

High School or Less 

s 

Beyoind High School 



Men 
(n-184)^ 

3.0^ 



Women 
(n-1^8)* 

2.0 



2.84 



slg. 



.01 



3.7 


2.S 


• 4.74 


-.00 


3.9 


3.3 


1.94 


.05 


4.5 ■ 


3.3 


4.22 


.00 


3.3 


2.0 


4.30 


.00 


3.8 


3.2 


2.29 


.02 


4.5 


2.7 


5.90 


.00 


4.2 


3.1 , 


3.59 


.00 


4.6 


2.7 


2.46 


.02 








/ 


3.7 


2.5 


^.55 


.00 


4*.3- 


3,0 


6.91 


.00 



Number of Emplo^^eea 
Directly Reporting to 
Respondent , 

I- 10 

II- 20 
• 21 ^30 

31, and over 



3.9 


2.5 


7.11 


■ .00 


4.0 


3.5'^ 


1.72- 


,n.stt 


4.1 


3.9 


.66 


n.s. 


4.6 


2.3 


2.87^ 


.02 



(more) 
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i •; •;v '■'■'1.; ■■■■*•!!■",•■•■ ■ 



... 



j git6tor (iotttiifoiled for 



:;;,;^|d»l*or total control 
Newspaper Glrctil^^n 

2^;d6i - 50,000 ' 
S|g,jppi --" W^ : 

100, 001, and over :r 



Ownership of . Newspaper - 
Group Owned. 

' Independently Owned « 



^abl| 7 (contlnueid) 



Men 



(ii"184) 
3.6 
4.3 



Woiinen 
'(nrl58) 

2.5 

3.2 



4.74 
5.36 



t 

.00 
.000 



3.2 


1.9 


5.14. 


.00 


3^5 


2.9 


2.42 


.02 


4.1 


3,0 


3.90 


.00 








,5.0 


3.9 


3.99 


iOO 


4.2 


3.4 


3.64 


.00 


3.9 


2.4 . 


7.65 


.00 



^Is .number varies somewhat from one factor to another. 

^**Salarle8 ,were reported In $5,000 categories. low score of 
1 -,$10,000 or under annual salary. A high score of 7 - $35.dbo or 
over annual salary. , y-'j.uuu 
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I^ring^ Benefits and ^Perqutsltea 
to Men ebd Women MUi^ 



Pension System 

Stock Options ^ 

Ptpflt Sharing Pl^ns 

Health Insurance 
Company Pays 
Part of Premium 
All of Premium 



Coim|j^ Club Membership . 
Access; to Company Car 
Yearly Physical Exam 
Llfe^ndurance ^ 




(total 



Women % 
(n - 166) 

79.5 



29.3 


: 29.5 


27.3 


28; 3 




• 


.47.5 , 


38.0 


47.0 


53.6 


. 94.5 


91.6 ) 


9.4 . 


3.7 


22.7 


30.7 


19.2 


15^7 


42.4 


38.6 
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Table 9 



Comparl0^^ 9^ Working* Hou^^» ; ^ ^\ 
of -Men Women Manager^'^ 



'Houra Per Pay _ 
-Less than^ 7 ■ • 

7 hoXirs 
. 8 hours. 

9 hours 

10-11 hours ; 
' iT or more hours 



Men 










1.6% 


70 


3|.2, 


51 


27.1 


60 


31.9 


4 




~J88 





Women % 



5 
68 



3-0% 

■3)l ■ 
41.7 
44 27.0 ■ 
35 .21.5 
6 -3.7 
106.0% 



163 



* Total does not sum to lPO%|d,ug rounding. 
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X«ika Fresant Job' 



Xlk'e-Pr«8ent ■'^<^ ■ , 

G«6gr«pUc Location'^ 33.0% 

Family Rala ted B^itson 19.3% 

Age V 23.9% 

Of f isr ii^ittild need to be 

"^Inprovanentt oveif . 
PM^t Position^; 4.5% *^^ 

^sonal: Go«li(^onfllct 




2<6% 
3.8% 



100.0% 



99.9%' 
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Mafl^Mlal Ability 

•'-"Iruperloxa- 




Building a power b^^' 
with brgaiil»*tion 

TaJifclng Down^ Othexg ' 
td Get ' " 



Survival Skills a. 

Being able to Protect 
Oneself fr*»n (gherr 

Not Causing Trouble 

Succesaf ul Work vtit^: 
Customers 



Ability to _ — «aa 
to the drgattlzatt^n 

Ability to think 1^ 
of What Is Good fjj^^"^ 
Organization and 
Just for oneself 

Ability to sell Oneaeif # 



\ 



6.y 

■ U 

4 

p." 

6.0 



6.1 

,4.3 
3.7 
1.5 

3.8 
6.5 

6;i 



6..0 



* ^ ®*^Ore of 1 Indicates « "negative factor- . 
^*^ore of. 7 indicates is "vetjT^^Portiant.' 

varied In responses to these a"e8tl^,ng fro>» 
■^^^-leo for women /and ■£t°^ 187-194 men. , 



Tabl* 12 



4$ 



Cqm^x^iaon of Job Afpiratio<*« 
6f Jten arid: Women MtddXe-L*vel 



Higher Position - 
* 'Coot specified) 

Department Head 

Beti}lBen Department 
Head and Publisher 

■ . 

PubllsheV General ' 
Matiagex^ ^ 

Fpsltlon at another 
Paper (hot 
specified) ^ 

Happy or^atlsfied 
In Cui?rent Poslttc^ 

Can • t Be Promoted ..^ 

Retir| r - 



Manaflftrs 




■ . : ' " 1 






.^■m!- ,.. . •■ - 


"• 


Men. 




Women 


% 


(n W 278) 


*V in - 142 






-•■3.2% 

• ■ .■ • 




10.6% 


69, 


•if .3 


40 ' 


•28. 2' 


7 


3.8 






38 


^0.5 


12 


8.5 


6 


3- 2 




2.1 


38 


20.5 


46 


32.4 


. .•3... ,. 


1.6» 




8.5 - 


. 18 


9.7 


■ 10 ^-z ■ 


7.0 



